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Abstract
Background: There has been a significant growth of the international primary health care (PHC) nursing workforce
in recent decades in response to health system reform. However, there has been limited attention paid to strategic
workforce growth and evaluation of workforce issues in this setting. Understanding issues like job satisfaction and
career intentions are essential to building capacity and skill mix within the workforce. This review sought to explore
the literature around job satisfaction and career intentions of registered nurses working in PHC.
Methods: An integrative review was conducted. Electronic databases including: CINAHL, MEDLINE, Scopus and
Web of Science, and reference lists of journal publications were searched for peer-reviewed literature published
between 2000 and 2016 related to registered nurse job satisfaction and career intentions. Study quality was
appraised, before thematic analysis was undertaken to synthesise the findings.
Results: Twenty papers were included in this review. Levels of job satisfaction reported were variable between
studies. A range of factors impacted on job satisfaction. Whilst there was agreement on the impact of some factors,
there was a lack of consistency between studies on other factors. Four of the six studies which reported career
intentions identified that nearly half of their participants intended to leave their current position.
Conclusion: This review identifies gaps in our understanding of job satisfaction and career intentions in PHC
nurses. With the growth of the PHC nursing workforce internationally, there is a need for robust, longitudinal
workforce research to ensure that employment in this setting is satisfying and that skilled nurses are retained.
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Background
The recruitment and retention of nurses is problematic
worldwide. There is a maldistribution of human re-
sources for health, a shortage in the overall number of
qualified nurses and an aging nursing workforce [1]. Job
satisfaction has been cited as an important factor con-
tributing to the turnover of nurses and as an antecedent
to nursing retention [2–4]. Therefore, understanding
factors that impact on job satisfaction is important to in-
form recruitment and retention strategies.
The concept of job satisfaction is multifaceted and
complex. Job satisfaction has been the focus of much
research around organisational behaviour. Lu, et al. [5]
define job satisfaction as not only how an individual feels
about their job but also the nature of the job and the in-
dividuals’ expectation of what their job should provide.
To this end, job satisfaction is comprised of various
components, including; job conditions, communication,
the nature of the work, organisational policies and pro-
cedures, remuneration and conditions, promotion / ad-
vancement opportunities, recognition / appreciation,
security and supervision / relationships [5]. Whilst levels
of job satisfaction vary, several common factors emerge
across studies [6, 7]. These include working conditions
and the organisational environment, levels of stress, role
conflict and ambiguity, role perceptions and content and
organisational and professional commitment [5–8].
Given these factors it becomes clear that research about
job satisfaction cannot be undertaken across the nursing
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profession as a whole, but rather needs to consider vari-
ous settings and organisational environments to under-
stand the issues facing different nursing groups.
Career intentions can be described as the intention to
leave ones’ job voluntarily [9]. This process may start
with a psychological response to negative situations in
the workplace or undesirable aspects of the job. Subse-
quently, a cognitive decision is made to leave the pos-
ition and withdrawal behaviours occur as the person
moves out of the workplace [10]. Like job satisfaction, a
number of common determinants for career intention
have been identified. These include organisational fac-
tors, management style, workload and stress, role per-
ceptions, empowerment, remuneration and employment
conditions and opportunities for advancement [10]. In
several studies, job satisfaction has been shown to im-
pact on career intentions [11, 12].
Despite the common themes in this workforce litera-
ture, much of the research around job satisfaction and
career intentions reported to date has focussed on acute
care nurses [2, 5, 6, 10, 11, 13, 14]. Given the impact of
organisational factors, roles and employment conditions
it is important to consider different groups of nurses,
such as those employed in PHC, who are employed in
settings unlike those of their acute care colleagues. PHC
nurses practice in a range of settings, including general
practices, schools, refugee health services, correctional
settings, non-government organisations and community
health centres [15]. As such, their employment condi-
tions and work environments are unlike those of acute
care nurses who are employed by large health providers
or government funded health services (17). The small
business nature of primary care in many countries and
the predominance of charities and non-government
health providers makes employment in the PHC setting
unique [16–18]. Lorenz and De Brito Guirardello [19]
describe the PHC work environment as “not always
favourable to the professional practice of nurses”(p. 927),
citing lack of equipment, inappropriate physical environ-
ment and occupational risks as key contributors to dis-
satisfaction. Additionally, there are significant difference
between the roles, responsibilities and work environ-
ments of acute and PHC nurses [20]. These differences
and the impact of such factors on job satisfaction and
career intentions mean that acute care nursing work-
force research cannot be simply generalised to the PHC
setting. With the growth in the PHC nursing workforce
and the need for a strong nursing workforce in this set-
ting it is timely to explore the job satisfaction and career
intentions of PHC nurses. Therefore, this review sought
to critically synthesise the literature around the job satis-
faction and career intentions of registered nurses work-
ing in PHC.
The underlying research questions are:
 What was known about the main outcomes of
studies regarding PHC registered nurses job
satisfaction?
 What was known about the career intentions of
PHC registered nurses?
Registered nurses are the focus of the review as they
are the largest nursing workforce in PHC [21].
Methods
Design
This integrative literature review is informed by Whitte-
more and Knafls [22] framework. It provides a thorough
examination of the existing literature following the five
stages of review: problem identification, literature search,
data evaluation, data analysis and presentation [22].
Search strategy
A systematic search strategy was designed to guide the
search of electronic databases: CINAHL, MEDLINE, Sco-
pus and Web of Science. Key search terms included; nurs*,
primary health care, community care and job satisfaction or
career intention. The search was confined to English lan-
guage peer reviewed papers of original research. Given the
significant changes in PHC systems internationally, only pa-
pers published between January 2000 and 2016 were con-
sidered. The reference lists of publications were also
reviewed to identify further literature.
Inclusion criteria
Table 1 details the inclusion and exclusion criteria.
Papers were excluded if they focussed on a particular
nursing specialty (e.g. community mental health
nurses) or were based in residential care settings
(e.g. nursing homes), as the issues with this work-
force are somewhat different to other PHC settings.
Studies that focussed on nurse practitioners and/or
advanced practice nurses (e.g. [23]), or specifically
on nurse managers were excluded as these nurses
may have different perceptions and experiences to
registered nurses. Remoteness itself was not consid-
ered to constitute PHC nursing, therefore, papers fo-
cussed on rural or remote nurses without being
specifically PHC focussed were excluded. Research
articles were also excluded if the findings did not
isolate PHC nurses from acute care nurses or other
health professionals.
Study selection
After removal of duplicates, 477 citations were yielded
from the search. These citations were exported to End-
note X8™ for review of their titles, followed by closer
evaluation of the abstract. This process identified that
346 papers did not meet the inclusion criteria, leaving
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131 papers where the full-text was retrieved. Of these
papers, 111 did not meet the inclusion criteria, and so
were excluded. This left 20 papers for inclusion in the
review. (Fig. 1).
Appraisal of methodological quality
Determining the methodological quality of the included
studies was difficult due to the broad sampling frame
and various research designs [22]. As identified by Whit-
temore and Knafl [22], there is no gold standard for
evaluating quality in research reviews. In this review we
conducted quality appraisal using the tool provided by
the Center for Evidence Based Management [25]. The
major areas of concern were around the quality of
reporting of the instrument development and validity /
reliability measures in some papers [26–31]. Given the
relatively small number of included papers and the
minor nature of the limitations identified none of the
studies were excluded based on their methodological
quality.
Data abstraction and synthesis
Once the included papers were identified all data was
abstracted into a summary table. The main characteris-
tics that were extracted included;
 Citation
 Country
 Study design
 Sample
 Study aim
 Methods
 Main outcomes related to job satisfaction or career
intention
The nature of the included papers, in terms of the het-
erogeneity of the measures used, meant that thematic
analysis was the most appropriate technique for aggre-
gating the findings. Therefore, data is presented in a nar-
rative form around the key themes that emerged from
the literature.
Results
Of the 20 included papers (Table 2), 15 (75%) described
quantitative studies, 4 (20%) papers described qualitative
projects, and the remaining paper (5%) employed a
mixed-method approach. Most of the included papers
reported research undertaken in Canada (n = 8, 40%),
with other studies coming out of the United Kingdom
(n = 4, 20%), the United States of America (n = 5, 25%),
Table 1 Inclusion / Exclusion Criteria
Inclusion Criteria Exclusion Criteria
• Published between 2000
and 2016.
• Written in English language.
• Peer-reviewed original
research.
• Explores issues related to
job satisfaction and the
retention of registered nurses
employed in PHC settings.
• Literature reviews, discussion
papers, dissertations and theses.
• Papers focussed on advanced
practice nurses / Nurse
Practitioners.
• Papers focussed on nursing
speciality areas.
• Data about nurses aggregated with
other nursing specialties and health
professionals.
• Nurses employed in residential
settings.
Potential papers after
removal of duplicate copies 
(n = 477)
Title / abstract screened for 
inclusion (n = 477)
Full-text papers reviewed 
(n = 131)
Final papers for review 
(n= 20)
Papers excluded on review of 
full paper (n = 111)
Papers excluded on review 
of title / abstract (n = 346)
Fig. 1 Process of paper selection – Prisma Flow diagram [24]
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fin
iti
on
,t
he
hi
gh
er
jo
b
sa
tis
fa
ct
io
n.
•
In
cr
ea
se
d
ve
rt
ic
al
pa
rt
ic
ip
at
io
n
an
d
ho
riz
on
ta
ld
ec
is
io
n-
m
ak
in
g
op
po
rt
un
iti
es
eq
ua
te
to
hi
gh
er
jo
b
sa
tis
fa
ct
io
n.
•
Fu
ll-
tim
e
st
af
f
re
po
rt
ed
hi
gh
er
le
ve
ls
of
ve
rt
ic
al
pa
rt
ic
ip
at
io
n
co
m
pa
re
d
to
pa
rt
-
tim
e
st
af
f
(p
<
0.
00
2)
.
•
‘F
or
m
al
iz
at
io
n’
(i.
e.
st
an
da
rd
is
ed
po
lic
y,
pr
ac
tic
es
an
d
po
si
tio
n
re
sp
on
si
bi
lit
ie
s)
w
as
no
t
si
gn
ifi
ca
nt
ly
re
la
te
d
to
jo
b
sa
tis
fa
ct
io
n.
•
Si
gn
ifi
ca
nt
di
ffe
re
nc
es
fo
un
d
be
tw
ee
n
po
si
tio
n
cl
as
si
fic
at
io
ns
fo
r
to
ta
lA
SI
sc
or
e
(p
=
0.
00
0)
,a
nd
ve
rt
ic
al
an
d
ho
riz
on
ta
lp
ar
tic
ip
at
io
n
su
bs
ca
le
s
(p
=
0.
00
0)
.
•
G
lo
ba
lj
ob
sa
tis
fa
ct
io
n
sc
or
es
ra
ng
ed
fro
m
75
to
14
4
(M
ea
n
11
3.
04
;S
D
=
6.
32
).
A
s
94
is
th
e
lo
w
es
t
sc
or
e
th
at
in
di
ca
te
s
sa
tis
fa
ct
io
n,
m
os
t
pa
rt
ic
ip
an
ts
w
er
e
sa
tis
fie
d.
•
N
o
si
gn
ifi
ca
nt
di
ffe
re
nc
es
fo
r
jo
b
sa
tis
fa
ct
io
n
w
er
e
as
so
ci
at
ed
w
ith
cu
rr
en
t
po
si
tio
n
or
pr
im
ar
y
w
or
k
as
si
gn
m
en
t.
•
Ed
uc
at
io
na
lp
re
pa
ra
tio
n
m
ad
e
a
di
ffe
re
nc
e
to
jo
b
sa
tis
fa
ct
io
n
w
ith
M
SN
pr
ep
ar
ed
nu
rs
es
(8
.5
%
)
sc
or
in
g
hi
gh
es
t
on
M
M
SS
.
•
To
m
ak
e
th
e
jo
b
m
or
e
sa
tis
fy
in
g
27
%
in
di
ca
te
d
“b
et
te
r
pa
y”
,1
9%
w
an
te
d
in
cr
ea
se
d
m
an
ag
em
en
t
fe
ed
ba
ck
an
d
st
af
f
re
co
gn
iti
on
,1
5%
in
di
ca
te
d
a
de
si
re
to
ha
ve
m
or
e
in
pu
t
an
d
de
ci
si
on
-m
ak
in
g
op
po
rt
un
ity
in
th
ei
r
jo
bs
,a
nd
4%
so
ug
ht
to
in
cr
ea
se
ro
le
cl
ar
ity
.
•
98
%
of
pa
rt
ic
ip
an
ts
pl
an
ne
d
to
re
m
ai
n
w
or
ki
ng
in
th
ei
r
he
al
th
de
pa
rt
m
en
t.
•
En
jo
ym
en
t
of
w
ha
t
th
ey
do
,a
ut
on
om
y,
fle
xi
bi
lit
y,
sc
he
du
lin
g,
be
ne
fit
s,
an
d
lo
w
st
re
ss
w
er
e
re
po
rt
ed
as
in
te
nt
io
n
to
re
m
ai
n
w
or
ki
ng
.
C
am
er
on
,e
t
al
.[
35
]
N
ur
se
sa
tis
fa
ct
io
n
an
d
re
te
nt
io
n
in
ho
sp
ita
la
nd
co
m
m
un
ity
se
tt
in
gs
C
an
ad
a
64
4
C
om
m
un
ity
nu
rs
es
(5
4%
re
sp
on
se
)
Su
rv
ey
•
M
os
t
pa
rt
ic
ip
an
ts
fe
m
al
e
(9
7.
5%
),
M
ea
n
ag
e
of
45
.0
7
ye
ar
s
an
d
60
%
w
or
k
fu
ll-
tim
e
•
C
om
m
un
ity
nu
rs
es
w
er
e
si
gn
ifi
ca
nt
ly
m
or
e
lik
el
y
th
an
ho
sp
ita
ln
ur
se
s
to
re
po
rt
gr
ea
te
r
co
he
si
ve
ne
ss
in
th
e
w
or
k
pl
ac
e
an
d
a
hi
gh
er
de
gr
ee
of
su
pp
or
t
fro
m
su
pe
rv
is
or
s
re
la
te
d
to
fe
ed
ba
ck
an
d
re
co
gn
iti
on
.
•
C
om
m
un
ity
nu
rs
es
w
er
e
si
gn
ifi
ca
nt
ly
m
or
e
lik
el
y
th
an
ho
sp
ita
ln
ur
se
s
to
re
po
rt
hi
gh
er
au
to
no
m
y
an
d
gr
ea
te
r
sa
tis
fa
ct
io
n
w
ith
w
or
k
de
m
an
ds
.
•
H
os
pi
ta
ln
ur
se
s
w
er
e
si
gn
ifi
ca
nt
ly
m
or
e
lik
el
y
th
an
co
m
m
un
ity
nu
rs
es
to
be
sa
tis
fie
d
w
ith
re
m
un
er
at
io
n.
C
ur
tis
&
G
la
ck
en
[3
7]
Le
ve
lo
f
an
d
fa
ct
or
s
af
fe
ct
in
g
jo
b
sa
tis
fa
ct
io
n
Ire
la
nd
35
1
PH
C
nu
rs
es
(3
5.
1%
re
sp
on
se
)
Su
rv
ey
(IW
S)
•
35
%
ag
ed
36
–4
5
ye
ar
s.
34
.5
%
pr
ac
tic
ed
as
PH
N
1-
to
-5
ye
ar
s
•
53
.3
%
ha
dn
’t
w
or
ke
d
as
pa
rt
of
a
pr
im
ar
y
ca
re
te
am
pr
ev
io
us
ly
.
•
IW
S
sc
or
e
of
12
.6
2
(ra
ng
e
0.
5–
39
.7
)
su
gg
es
ts
a
lo
w
le
ve
lo
fj
ob
sa
tis
fa
ct
io
n.
•
Va
ria
bl
es
co
ns
id
er
ed
m
os
t
im
po
rt
an
t
to
th
ei
r
jo
b
sa
tis
fa
ct
io
n
w
er
e:
au
to
no
m
y,
in
te
ra
ct
io
n
an
d
pa
y.
Ta
sk
re
qu
ire
m
en
ts
w
er
e
ra
te
d
as
le
as
t
im
po
rt
an
t
to
th
ei
r
jo
b
sa
tis
fa
ct
io
n.
•
St
at
is
tic
al
ly
si
gn
ifi
ca
nt
di
ffe
re
nc
es
in
IW
S
sc
or
es
no
te
d
fo
r
3
ag
e
gr
ou
ps
(p
<
0.
05
):
<
35
ye
ar
s,
35
–4
5
ye
ar
s,
an
d
45
ye
ar
s
(p
=
0.
00
0)
.
•
Th
e
>
45
ye
ar
s
ag
e
gr
ou
p
w
er
e
si
gn
ifi
ca
nt
ly
m
or
e
sa
tis
fie
d
th
an
yo
un
ge
r
co
lle
ag
ue
s.
•
Th
er
e
w
as
no
si
gn
ifi
ca
nt
di
ffe
re
nc
e
in
jo
b
sa
tis
fa
ct
io
n
be
tw
ee
n
th
e
<
35
ye
ar
s
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Ta
b
le
2
Su
m
m
ar
y
ta
bl
e
(C
on
tin
ue
d)
Re
fe
re
nc
e
A
im
C
ou
nt
ry
Sa
m
pl
e
M
et
ho
ds
Fi
nd
in
gs
gr
ou
p
an
d
th
e
35
–4
5
ye
ar
s
gr
ou
p
(p
=
0.
57
4)
.
•
Th
os
e
em
pl
oy
ed
as
PH
N
s
fo
r
>
10
ye
ar
s
ha
d
a
si
gn
ifi
ca
nt
ly
hi
gh
er
jo
b
sa
tis
fa
ct
io
n
co
m
pa
re
d
to
th
os
e
w
ith
<
5
ye
ar
s
(p
=
0.
00
1)
an
d
6–
10
ye
ar
s
ex
pe
rie
nc
e
(p
=
0.
00
6)
.T
he
re
w
as
no
si
gn
ifi
ca
nt
di
ffe
re
nc
e
be
tw
ee
n
pa
rt
ic
ip
an
ts
w
ith
<
5
ye
ar
s
an
d
6–
10
ye
ar
s
ex
pe
rie
nc
e
(p
=
0.
99
5)
.
•
Th
er
e
w
as
no
st
at
is
tic
al
ly
si
gn
ifi
ca
nt
di
ffe
re
nc
e
be
tw
ee
n
jo
b
sa
tis
fa
ct
io
n
an
d
ed
uc
at
io
na
lb
ac
kg
ro
un
d
(p
=
0.
47
8)
,r
ur
al
ity
of
pr
ac
tic
e
(p
=
0.
13
7)
or
if
pa
rt
ic
ip
an
ts
w
er
e
m
em
be
rs
of
a
co
ns
tit
ut
ed
pr
im
ar
y
ca
re
te
am
(p
=
0.
16
).
C
ol
e,
et
al
.
[3
6]
D
iff
er
en
ce
in
jo
b
sa
tis
fa
ct
io
n
be
tw
ee
n
nu
rs
e
m
an
ag
er
s
an
d
nu
rs
es
C
an
ad
a
88
PH
C
nu
rs
es
(2
0
m
an
ag
er
s
an
d
68
st
af
fn
ur
se
s)
(5
6%
re
sp
on
se
)
Su
rv
ey
St
em
be
r’s
m
od
el
of
jo
b
sa
tis
fa
ct
io
n
•
94
%
fe
m
al
e,
75
%
w
or
ke
d
fu
ll-
tim
e
an
d
75
%
ha
d
fle
xi
bi
lit
y
in
w
or
k
sc
he
du
le
s.
•
Jo
b
ex
pe
rie
nc
e:
M
an
ag
er
s’
20
–4
2
yr
s.
(m
ea
n
29
.7
yr
s)
;S
ta
ff
nu
rs
es
1–
50
yr
s.
(m
ea
n
21
.6
yr
s)
.
•
Bo
th
m
an
ag
er
s
an
d
st
af
f
re
po
rt
ed
hi
gh
jo
b
sa
tis
fa
ct
io
n
–
a
m
ea
n
>
3
fo
r
ea
ch
su
bs
ca
le
.
•
Th
er
e
w
as
no
si
gn
ifi
ca
nt
di
ffe
re
nc
es
be
tw
ee
n
m
an
ag
er
s
an
d
st
af
f
nu
rs
es
on
th
e
to
ta
lj
ob
sa
tis
fa
ct
io
n
sc
or
es
(p
=
0.
53
0)
.
•
M
an
ag
er
s
w
er
e
si
gn
ifi
ca
nt
ly
le
ss
sa
tis
fie
d
th
an
st
af
f
nu
rs
es
in
bo
th
th
e
‘in
flu
en
ce
’(p
ar
tic
ip
at
io
n
in
de
ci
si
on
m
ak
in
g)
(p
=
0.
02
6)
an
d
‘in
te
rp
er
so
na
l
re
la
tio
ns
hi
p’
(p
=
0.
00
8)
su
bs
ca
le
s.
•
Th
e
co
m
pa
ris
on
of
ed
uc
at
io
n
le
ve
ls
an
d
jo
b
sa
tis
fa
ct
io
n
w
as
in
co
nc
lu
si
ve
.
D
el
ob
el
le
et
al
.[
2]
Ex
am
in
e
th
e
re
la
tio
ns
hi
p
be
tw
ee
n
jo
b
sa
tis
fa
ct
io
n,
tu
rn
ov
er
in
te
nt
an
d
de
m
og
ra
ph
ic
va
ria
bl
es
So
ut
h
A
fri
ca
14
3
Ru
ra
lP
H
C
nu
rs
es
(8
2%
re
sp
on
se
)
M
ix
ed
-m
et
ho
ds
Su
rv
ey
&
fo
cu
s
gr
ou
p
•
87
%
fe
m
al
e,
58
%
w
er
e
ag
ed
>
40
yr
s.
•
83
%
ha
d
be
en
w
or
ki
ng
in
th
e
un
it
fo
r
10
ye
ar
s
or
le
ss
.
•
51
%
of
pa
rt
ic
ip
an
ts
co
ns
id
er
ed
tu
rn
ov
er
w
ith
in
2
ye
ar
s.
•
Jo
b
sa
tis
fa
ct
io
n
w
as
re
po
rt
ed
ly
m
od
er
at
e
(M
ea
n
=
3.
2;
SD
0.
5)
.
•H
ig
he
r
m
ea
n
sc
or
es
w
er
e
at
ta
in
ed
fo
r
w
or
k
its
el
fa
nd
co
-w
or
ke
rs
,a
nd
lo
w
er
sc
or
es
fo
r
pa
y
an
d
w
or
k
co
nd
iti
on
s.
•
Th
er
e
w
as
a
si
gn
ifi
ca
nt
di
ffe
re
nc
e
in
jo
b
sa
tis
fa
ct
io
n
am
on
gs
t
pr
of
es
si
on
al
ra
nk
s
-
N
A
an
d
EN
s
w
er
e
m
or
e
sa
tis
fie
d
th
an
RN
s
(p
<
0.
00
1)
•
Jo
b
sa
tis
fa
ct
io
n
ne
ga
tiv
el
y
co
rr
el
at
ed
w
ith
un
it
te
nu
re
(p
<
0.
05
),
pr
of
es
si
on
al
ra
nk
(p
<
0.
01
)
an
d
tu
rn
ov
er
in
te
nt
(p
<
0.
01
).
•
Th
er
e
w
as
no
si
gn
ifi
ca
nt
di
ffe
re
nc
e
be
tw
ee
n
jo
b
sa
tis
fa
ct
io
n
an
d
ag
e,
ed
uc
at
io
n
or
ye
ar
s
of
nu
rs
in
g.
•
Tu
rn
ov
er
in
te
nt
w
as
st
at
is
tic
al
ly
si
gn
ifi
ca
nt
ly
ex
pl
ai
ne
d
by
jo
b
sa
tis
fa
ct
io
n,
ag
e
an
d
ed
uc
at
io
n
(p
<
0.
00
1)
.
•
Yo
un
ge
r
an
d
m
or
e
hi
gh
ly
ed
uc
at
ed
nu
rs
es
ar
e
m
or
e
lik
el
y
to
sh
ow
tu
rn
ov
er
in
te
nt
.
•
N
ur
se
s
w
ho
re
po
rt
ed
m
or
e
sa
tis
fa
ct
io
n
w
ith
su
pe
rv
is
io
n
w
er
e
ne
ar
ly
40
%
le
ss
lik
el
y
to
co
ns
id
er
a
jo
b
ch
an
ge
.
•
Th
e
m
os
t
sa
tis
fy
in
g
as
pe
ct
s
of
jo
b
w
er
e
th
e
na
tu
re
of
w
or
k
its
el
f,
st
af
f
an
d
pa
tie
nt
re
la
tio
ns
hi
ps
,a
de
qu
at
e
st
af
fin
g
an
d
re
so
ur
ce
s.
•
Th
e
le
as
t
sa
tis
fy
in
g
as
pe
ct
s
of
th
e
jo
b
w
er
e;
w
or
k
co
nd
iti
on
s
(in
cl
ud
in
g
la
ck
of
sp
ac
e)
,a
de
qu
at
e
st
af
fin
g,
la
ck
of
eq
ui
pm
en
t
an
d
su
pp
lie
s,
in
ad
eq
ua
te
se
cu
rit
y,
hi
gh
w
or
kl
oa
d,
an
d
th
e
tim
e
sp
en
t
do
in
g
no
n-
nu
rs
in
g
ac
tiv
iti
es
.P
ar
tic
ip
an
ts
w
er
e
al
so
di
ss
at
is
fie
d
w
ith
th
ei
r
pa
y
an
d
be
ne
fit
s,
la
ck
of
tr
ai
ni
ng
an
d
pr
om
ot
io
n,
an
d
la
ck
of
re
co
gn
iti
on
an
d
su
pp
or
t
fro
m
su
pe
rv
is
or
s.
•
W
he
n
as
ke
d
w
ha
t
fa
ct
or
s
w
ou
ld
he
lp
in
th
ei
r
w
or
k
re
sp
on
de
nt
s
id
en
tif
ie
d
w
or
k
co
nd
iti
on
s
an
d
eq
ui
pm
en
t
(8
8%
),
im
pr
ov
ed
pa
y
(6
9%
),
ad
di
tio
na
lt
ra
in
in
g
(6
0%
)
an
d
m
or
e
st
af
fin
g
(4
9%
).
D
or
an
et
al
.
[3
8]
Re
la
tio
ns
hi
p
be
tw
ee
n
em
pl
oy
m
en
t,
jo
b
C
an
ad
a
70
0
H
C
N
s
(4
79
RN
s,
21
1
RP
N
s,
an
d
9
Su
rv
ey
N
ur
si
ng
Jo
b
•
98
%
fe
m
al
e,
m
ea
n
ag
e
45
ye
ar
s,
m
ea
n
8.
2
ye
ar
s
of
co
m
m
un
ity
ex
pe
rie
nc
e,
30
%
fu
ll-
tim
e.
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Ta
b
le
2
Su
m
m
ar
y
ta
bl
e
(C
on
tin
ue
d)
Re
fe
re
nc
e
A
im
C
ou
nt
ry
Sa
m
pl
e
M
et
ho
ds
Fi
nd
in
gs
sa
tis
fa
ct
io
n
an
d
pe
rc
ei
ve
d
jo
b
se
cu
rit
y
A
PN
s)
(4
9.
0%
re
sp
on
se
)
Sa
tis
fa
ct
io
n
Sc
al
e
•
A
m
ea
n
sc
or
e
of
3.
84
(S
D
=
0.
54
)
de
m
on
st
ra
te
d
th
at
pa
rt
ic
ip
an
ts
w
er
e
m
od
er
at
el
y
sa
tis
fie
d
w
ith
w
or
k
en
jo
ym
en
t.
•
O
f
th
e
ite
m
s
m
ea
su
rin
g
w
or
k
en
jo
ym
en
t,
pa
rt
ic
ip
an
ts
w
er
e
le
as
t
sa
tis
fie
d
w
ith
th
e
co
nd
iti
on
s
of
th
e
jo
b
(1
.6
9)
an
d
ba
la
nc
e
be
tw
ee
n
w
or
k
an
d
le
is
ur
e
(2
.1
4)
.A
m
ea
n
sc
or
e
of
2.
62
(S
D
=
1.
28
)
in
di
ca
te
d
a
lo
w
le
ve
lo
fs
at
is
fa
ct
io
n
w
ith
jo
b
se
cu
rit
y.
•
Th
er
e
w
er
e
si
gn
ifi
ca
nt
di
ffe
re
nc
es
in
nu
rs
es
’w
or
k
en
jo
ym
en
t
be
tw
ee
n
ag
en
ci
es
(p
<
0.
05
).
•
O
ld
er
nu
rs
es
ra
te
d
w
or
k
en
jo
ym
en
t
hi
gh
er
th
an
yo
un
ge
r
nu
rs
es
.
•
Th
er
e
w
er
e
si
gn
ifi
ca
nt
di
ffe
re
nc
es
in
pa
rt
ic
ip
an
ts
’s
at
is
fa
ct
io
n
w
ith
tim
e
fo
r
ca
re
am
on
g
ag
en
ci
es
(p
<
0.
05
).
•
Pa
rt
ic
ip
an
ts
w
ho
ha
d
be
en
em
pl
oy
ed
by
th
e
sa
m
e
ag
en
cy
fo
r
a
lo
ng
er
pe
rio
d
w
er
e
le
ss
sa
tis
fie
d
w
ith
tim
e
fo
r
ca
re
th
an
th
os
e
w
ho
ha
d
be
en
em
pl
oy
ed
by
th
e
sa
m
e
ag
en
cy
fo
r
a
sh
or
te
r
pe
rio
d.
•
Pa
rt
ic
ip
an
ts
pa
id
on
an
ho
ur
ly
ba
si
s
w
er
e
m
or
e
sa
tis
fie
d
w
ith
th
ei
r
tim
e
fo
r
ca
re
th
an
th
os
e
pa
id
on
a
pe
r-
vi
si
t
ba
si
s.
•
Pa
rt
ic
ip
an
ts
w
ho
w
er
e
em
pl
oy
ed
on
a
ca
su
al
ba
si
s
pe
rc
ei
ve
d
le
ss
jo
b
se
cu
rit
y
th
an
th
os
e
em
pl
oy
ed
fu
ll-
tim
e.
Fl
yn
n
an
d
D
ea
tr
ic
k
[2
7]
Id
en
tif
y
at
tr
ib
ut
es
im
po
rt
an
t
to
pr
of
es
si
on
al
pr
ac
tic
e
an
d
jo
b
sa
tis
fa
ct
io
n
U
SA
58
H
C
N
s
Fo
cu
s
gr
ou
ps
•
91
%
fe
m
al
e,
M
ea
n
ag
e
44
.7
ye
ar
s,
an
d
ha
d
w
or
ke
d
in
H
C
7
ye
ar
s
or
lo
ng
er
(5
0%
).
•
C
on
tin
ui
ng
ed
uc
at
io
n
op
po
rt
un
iti
es
w
er
e
id
en
tif
ie
d
by
al
lt
o
en
ha
nc
e
re
te
nt
io
n.
•
Th
er
e
w
er
e
6
m
aj
or
ca
te
go
rie
s
an
d
8
su
b-
ca
te
go
rie
s
id
en
tif
ie
d
to
po
si
tiv
el
y
in
flu
-
en
ce
an
d
su
pp
or
t
jo
b
sa
tis
fa
ct
io
n
an
d
re
te
nt
io
n
if
pr
es
en
t
or
w
or
ki
ng
to
w
ar
ds
;
–
‘A
n
ex
te
ns
iv
e,
pr
ec
ep
to
r-
ba
se
d
or
ie
nt
at
io
n’
–
‘A
n
or
ga
ni
se
d
an
d
su
pp
or
tiv
e
of
fic
e
en
vi
ro
nm
en
t’
in
cl
ud
in
g;
Re
al
-t
im
e
ph
on
e
su
p-
po
rt
,I
nt
er
di
sc
ip
lin
ar
y
co
or
di
na
tio
n
an
d
fo
llo
w
-u
p
an
d
A
de
qu
at
e
an
d
ef
fic
ie
nt
cl
er
-
ic
al
as
si
st
an
ce
–
‘R
ea
so
na
bl
e
w
or
ki
ng
co
nd
iti
on
s’
in
cl
ud
in
g
Re
al
is
tic
w
or
kl
oa
d,
A
de
qu
at
e
st
af
fin
g
an
d
Sc
he
du
le
d
da
ys
of
f
–
‘A
cc
es
si
bl
e
fie
ld
se
cu
rit
y’
–
‘C
om
pe
te
nt
an
d
su
pp
or
tiv
e
m
an
ag
em
en
t’,
in
cl
ud
in
g;
C
om
pe
te
nt
nu
rs
in
g
su
pe
rv
is
or
s
an
d
Su
pp
or
tiv
e
ad
m
in
is
tr
at
iv
e
pr
ac
tic
es
–
‘P
at
ie
nt
-c
en
tr
ed
m
is
si
on
an
d
va
lu
es
’
G
ra
ha
m
et
al
.
[3
9]
Ex
am
in
e
re
la
tio
ns
hi
p
be
tw
ee
n
au
to
no
m
y,
co
nt
ro
l-o
ve
r-
pr
ac
tic
e,
w
or
kl
oa
d
an
d
jo
b
sa
tis
fa
ct
io
n
C
an
ad
a
27
1
PH
C
nu
rs
es
(7
9.
7%
re
sp
on
se
)
Su
rv
ey
•
M
ea
n
ag
e
42
.5
ye
ar
s,
52
%
pe
rm
an
en
t
fu
ll-
tim
e,
50
%
w
or
ke
d
in
PH
C
fo
r
<
7
ye
ar
s.
•
53
.5
%
re
po
rt
ed
be
in
g
ve
ry
sa
tis
fie
d
w
ith
th
ei
r
jo
bs
.
•
C
on
tr
ol
-o
ve
r
pr
ac
tic
e
(p
=
0.
01
)
an
d
w
or
kl
oa
d
(p
<
0.
01
)
w
er
e
re
lia
bl
e
pr
ed
ic
to
rs
fo
r
jo
b
sa
tis
fa
ct
io
n.
•
A
s
w
or
kl
oa
d
in
cr
ea
se
d
jo
b
sa
tis
fa
ct
io
n
de
cr
ea
se
d.
•
In
cr
ea
se
s
in
co
nt
ro
lo
ve
r
pr
ac
tic
e
sc
or
es
w
er
e
re
la
te
d
to
in
cr
ea
se
d
jo
b
sa
tis
fa
ct
io
n.
•
In
te
ra
ct
io
n
be
tw
ee
n
au
to
no
m
y
an
d
w
or
kl
oa
d
w
as
a
si
gn
ifi
ca
nt
pr
ed
ic
to
r
fo
r
jo
b
sa
tis
fa
ct
io
n
(p
<
0.
01
).
•
Th
e
in
te
ra
ct
io
n
be
tw
ee
n
ag
e
an
d
w
or
kl
oa
d
w
as
a
si
gn
ifi
ca
nt
pr
ed
ic
to
r
fo
r
jo
b
sa
tis
fa
ct
io
n
(p
<
0.
01
).
Ju
ni
ou
s,
et
al
.
[2
8]
Ex
pl
or
e
jo
b
sa
tis
fa
ct
io
n
an
d
ch
an
ge
s
ne
ed
ed
to
bo
os
t
le
ve
ls
of
jo
b
sa
tis
fa
ct
io
n
U
SA
71
Sc
ho
ol
N
ur
se
s
(7
8.
9%
re
sp
on
se
)
Fo
cu
s
G
ro
up
s
•
A
ll
fe
m
al
e,
55
%
w
or
ke
d
in
an
el
em
en
ta
ry
sc
ho
ol
,8
4%
ha
d
≥
3
ye
ar
s’
ex
pe
rie
nc
e.
•
83
%
of
pa
rt
ic
ip
an
ts
re
po
rt
ed
be
in
g
sa
tis
fie
d
w
ith
th
ei
r
jo
b.
•
17
%
w
er
e
di
ss
at
is
fie
d
w
ith
th
ei
r
jo
b,
pr
im
ar
ily
re
la
te
d
to
po
or
re
m
un
er
at
io
n
an
d
la
ck
of
tr
us
t
/
su
pp
or
t
fro
m
ad
m
in
is
tr
at
io
n.
•
Fo
ur
m
aj
or
th
em
es
ar
os
e:
(a
)b
en
ef
its
,(
b)
re
so
ur
ce
s,
(c
)
au
to
no
m
y,
an
d
(d
)
co
pi
ng
•
Th
em
e
1
Be
ne
fit
s.
Is
su
es
re
la
te
d
to
jo
b
sa
tis
fa
ct
io
n
in
cl
ud
ed
th
in
gs
su
ch
as
cr
ea
tiv
ity
,f
re
ed
om
,g
ro
w
th
,p
ow
er
,w
or
k
st
an
da
rd
s,
an
d
et
hi
cs
.P
ar
tic
ip
an
ts
w
er
e
ve
ry
sa
tis
fie
d
w
ith
jo
b
fle
xi
bi
lit
y
an
d
pa
id
ho
lid
ay
s.
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Ta
b
le
2
Su
m
m
ar
y
ta
bl
e
(C
on
tin
ue
d)
Re
fe
re
nc
e
A
im
C
ou
nt
ry
Sa
m
pl
e
M
et
ho
ds
Fi
nd
in
gs
•
Th
em
e
2
Re
so
ur
ce
s.
Re
so
ur
ce
s,
su
ch
as
sa
la
ry
an
d
su
pp
lie
s,
w
er
e
ar
ea
s
w
he
re
pa
rt
ic
ip
an
ts
w
er
e
le
as
t
sa
tis
fie
d
w
ith
th
ei
r
jo
bs
.P
ar
tic
ip
an
ts
al
so
w
an
te
d
to
be
ap
pr
ec
ia
te
d,
va
lu
ed
,a
nd
co
m
pe
ns
at
ed
fa
irl
y
fo
r
jo
b
pe
rfo
rm
an
ce
.
•
Th
em
e
3
A
ut
on
om
y.
A
ut
on
om
y
w
as
co
ns
id
er
ed
th
e
ab
ili
ty
to
ac
t
in
de
pe
nd
en
tly
w
ith
in
on
e’
s
sc
op
e
of
pr
of
es
si
on
al
pr
ac
tic
e.
W
he
n
au
to
no
m
y
w
as
no
t
ex
pr
es
se
d,
“is
ol
at
io
n”
em
er
ge
d
as
th
e
di
ve
rg
en
t
th
em
e.
O
ve
r
ha
lf
of
th
e
pa
rt
ic
ip
an
ts
st
at
ed
th
at
w
or
ki
ng
w
ith
ou
ts
id
e
ag
en
ci
es
in
cr
ea
se
d
sa
tis
fa
ct
io
n
(5
3%
).
•
St
ra
te
gi
es
th
at
co
ul
d
be
im
pl
em
en
te
d
to
in
cr
ea
se
sa
tis
fa
ct
io
n
in
cl
ud
ed
;c
ar
ee
r
or
pa
y
sc
al
e
di
ffe
re
nt
ia
tin
g
qu
al
ifi
ca
tio
ns
(5
2%
),
in
cr
ea
se
d
pr
of
es
si
on
al
de
ve
lo
pm
en
t
(3
2%
),
su
pe
rv
is
io
n
by
an
ot
he
r
nu
rs
e
ra
th
er
th
an
no
nn
ur
se
(2
4%
),
an
d
a
de
si
gn
at
ed
bu
dg
et
/
su
pp
lie
s
(1
7%
).
•
Fa
ct
or
s
th
at
ne
ga
tiv
el
y
im
pa
ct
ed
on
jo
b
sa
tis
fa
ct
io
n
w
er
e;
un
co
op
er
at
iv
e
st
af
f
an
d
pa
re
nt
s
(6
1%
),
co
ns
ta
nt
in
te
rr
up
tio
ns
(4
8%
),
an
d
th
e
ex
pe
ct
at
io
n
th
at
th
ey
w
ou
ld
us
e
th
ei
r
pe
rs
on
al
ve
hi
cl
e
fo
r
w
or
k
(1
3%
).
Lo
re
nz
&
G
ui
ra
de
llo
[1
9]
Re
la
tio
ns
hi
p
be
tw
ee
n
bu
rn
ou
t,
sa
tis
fa
ct
io
n
at
w
or
k,
qu
al
ity
of
w
or
k
an
d
th
e
in
te
nt
io
n
to
qu
it
Br
az
il
16
8
PH
C
nu
rs
es
(5
8.
5%
re
sp
on
se
)
Su
rv
ey
N
ur
si
ng
W
or
k
In
de
x-
Re
vi
se
d
M
as
la
ch
Bu
rn
ou
t
In
ve
nt
or
y
•
88
.4
%
fe
m
al
e,
M
ea
n
ag
e
36
.3
ye
ar
s,
6.
6
ye
ar
s’
ex
pe
rie
nc
e
in
pr
im
ar
y
ca
re
;
em
pl
oy
ed
4.
9
ye
ar
s
at
cu
rr
en
t
jo
b.
•
Sa
tis
fa
ct
io
n
m
ea
su
re
on
Li
ke
rt
sc
al
e.
62
.6
%
co
ns
id
er
ed
th
at
th
ey
w
er
e
sa
tis
fie
d
at
w
or
k.
34
.9
%
w
er
e
di
ss
at
is
fie
d.
•
Sa
tis
fa
ct
io
n
at
w
or
k
w
as
si
gn
ifi
ca
nt
ly
re
la
te
d
to
or
ga
ni
sa
tio
na
ls
up
po
rt
(p
<
0.
01
)
an
d
co
nt
ro
lo
ve
r
th
e
pr
ac
tic
e
en
vi
ro
nm
en
t
(p
<
0.
01
).
•
Th
e
in
te
nt
io
n
to
qu
it
th
ei
r
jo
b
w
as
si
gn
ifi
ca
nt
ly
re
la
te
d
to
au
to
no
m
y
(p
<
0.
01
)
O
’D
on
ne
ll,
et
al
.[
41
]
D
eg
re
e
of
pr
of
es
si
on
al
su
pp
or
t
fe
lt
by
PH
C
nu
rs
es
an
d
th
ei
r
ca
re
er
in
te
nt
io
ns
Sc
ot
la
nd
20
0
PH
C
nu
rs
es
(6
1%
re
sp
on
se
)
Su
rv
ey
•
A
ll
fe
m
al
e,
49
%
ag
ed
40
–4
9
ye
ar
s
an
d
29
%
w
er
e
ag
ed
>
50
ye
ar
s.
Em
pl
oy
ed
as
PH
C
nu
rs
e
fo
r
a
m
ea
n
of
10
ye
ar
s
(R
an
ge
0.
5–
24
.0
ye
ar
s)
.
•
15
.5
%
in
te
nd
ed
to
le
av
e
ge
ne
ra
lp
ra
ct
ic
e
in
th
e
ne
xt
5
ye
ar
s.
•
Th
er
e
w
as
a
si
gn
ifi
ca
nt
as
so
ci
at
io
n
be
tw
ee
n
ag
e
an
d
in
te
nt
io
n
to
le
av
e
em
pl
oy
m
en
t
(p
=
0.
00
1)
,w
ith
60
%
of
th
os
e
in
te
nd
in
g
to
le
av
e
ag
ed
≥
50
ye
ar
s,
al
th
ou
gh
40
%
w
er
e
ag
ed
un
de
r
50
ye
ar
s.
•
Is
ol
at
ed
nu
rs
es
ar
e
le
ss
lik
el
y
to
in
te
nd
st
ay
in
g
in
pr
ac
tic
e
nu
rs
in
g
(p
=
0.
00
9)
.
•
52
.3
%
fe
lt
is
ol
at
ed
at
le
as
t
so
m
et
im
es
,4
3.
7%
re
po
rt
ed
fe
el
in
g
is
ol
at
ed
so
m
et
im
es
,
an
d
31
%
of
nu
rs
es
w
or
ke
d
al
on
e.
•
77
.3
%
of
is
ol
at
ed
nu
rs
es
in
te
nd
ed
to
co
nt
in
ue
w
or
ki
ng
fo
r
th
e
co
m
in
g
5
ye
ar
s
co
m
pa
re
d
to
91
.4
%
of
no
n-
is
ol
at
ed
nu
rs
es
.
•
Fa
ct
or
s
co
nt
rib
ut
in
g
to
fe
el
in
gs
is
ol
at
io
n
ar
e
ge
ne
ra
lly
lo
ca
te
d
in
th
e
w
or
k
en
vi
ro
nm
en
t.
•
Tr
ai
ni
ng
an
d
qu
al
ifi
ca
tio
ns
be
in
g
us
ed
to
th
e
fu
ll
an
d
a
pr
od
uc
tiv
e
ap
pr
ai
sa
lb
ot
h
si
gn
ifi
ca
nt
ly
re
du
ce
fe
el
in
gs
of
is
ol
at
io
n,
as
di
d
th
e
in
te
nt
io
n
to
co
nt
in
ue
w
or
ki
ng
in
th
e
fu
tu
re
.
Ro
ye
r
[3
2]
Pe
rc
ep
tio
ns
of
w
or
k
an
d
w
or
kp
la
ce
to
id
en
tif
y
fa
ct
or
s
af
fe
ct
in
g
te
nu
re
in
te
nt
U
SA
47
8
C
/P
H
C
nu
rs
es
(7
6%
re
sp
on
se
)
Su
rv
ey
TC
M
W
or
k
C
om
m
itm
en
t
Su
rv
ey
•
73
%
cl
in
ic
al
nu
rs
es
,1
1.
6%
w
er
e
in
m
an
ag
em
en
t/
ad
m
in
is
tr
at
iv
e
po
si
tio
ns
an
d
22
%
su
pe
rv
is
or
s
•
70
.5
%
of
re
sp
on
de
nt
s
w
er
e
m
id
dl
e
ag
ed
or
ne
ar
in
g
or
at
re
tir
em
en
t
ag
e
•
1/
3
w
er
e
ei
th
er
th
in
ki
ng
ab
ou
t
le
av
in
g,
lo
ok
in
g
in
to
le
av
in
g,
or
pl
an
ni
ng
to
le
av
e
th
e
jo
b
in
1
ye
ar
•
O
f
th
e
70
%
of
re
sp
on
de
nt
s
ag
ed
>
45
ye
ar
s,
1/
3
w
er
e
pl
an
ni
ng
to
le
av
e
w
ith
in
1
ye
ar
.
•
46
%
of
th
os
e
ag
ed
35
–4
5
ye
ar
s
w
er
e
lo
ok
in
g
in
to
le
av
in
g,
an
d
al
m
os
t
40
%
of
th
os
e
ag
ed
56
–6
5
w
er
e
th
in
ki
ng
ab
ou
t
le
av
in
g.
•
Re
sp
on
de
nt
s
ag
ed
35
–4
5
ye
ar
s
ar
e
4.
3
tim
es
m
or
e
lik
el
y
to
be
lo
ok
in
g
in
to
le
av
in
g
co
m
pa
re
d
w
ith
th
os
e
nu
rs
es
w
ho
ar
e
ol
de
r.
•
Re
sp
on
de
nt
s
w
ho
ha
ve
th
e
le
as
t
te
nu
re
(1
–3
6
m
on
th
s)
ar
e
0.
35
tim
es
le
ss
lik
el
y
to
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Ta
b
le
2
Su
m
m
ar
y
ta
bl
e
(C
on
tin
ue
d)
Re
fe
re
nc
e
A
im
C
ou
nt
ry
Sa
m
pl
e
M
et
ho
ds
Fi
nd
in
gs
be
pl
an
ni
ng
to
le
av
e
<
1
ye
ar
th
an
th
os
e
w
ith
gr
ea
te
r
te
nu
re
.
•
Re
sp
on
de
nt
s
w
ho
ha
ve
in
cr
ea
si
ng
at
ta
ch
m
en
t
(a
ffe
ct
iv
e
co
m
m
itm
en
t)
to
th
e
jo
b
ar
e
al
so
1.
7
tim
es
m
or
e
lik
el
y
to
be
lo
ok
in
g
in
to
le
av
in
g
an
d
th
re
e
tim
es
m
or
e
lik
el
y
to
be
pl
an
ni
ng
to
le
av
e
w
ith
in
1
ye
ar
th
an
th
os
e
w
ho
ar
e
co
m
m
itt
ed
in
ot
he
r
w
ay
s.
•
Re
sp
on
de
nt
s
w
ho
ho
ld
ob
lig
at
or
y
or
lo
ya
lty
co
m
m
itm
en
t
(n
or
m
at
iv
e)
to
th
e
jo
b
ar
e
1.
4
tim
es
m
or
e
lik
el
y
to
be
pl
an
ni
ng
to
le
av
e
w
ith
in
1
ye
ar
th
an
th
os
e
w
ho
ar
e
co
m
m
itt
ed
by
at
ta
ch
m
en
t
or
co
st
.
St
or
ey
et
al
.
[2
9]
Im
pa
ct
of
ag
e
on
re
te
nt
io
n
En
gl
an
d
48
5
PH
C
nu
rs
es
(6
1%
re
sp
on
se
)
Su
rv
ey
•
78
%
re
sp
on
de
nt
s
w
er
e
ag
ed
be
tw
ee
n
40
an
d
59
ye
ar
s.
47
%
w
or
ke
d
fu
ll-
tim
e.
•
17
8
di
st
ric
t
nu
rs
es
,1
14
he
al
th
vi
si
to
rs
,5
6
sc
ho
ol
nu
rs
es
,a
nd
13
7
pr
ac
tic
e
nu
rs
es
•
61
%
in
di
ca
te
d
th
at
th
ei
r
ro
le
liv
ed
up
to
ex
pe
ct
at
io
ns
.T
he
re
w
as
no
si
gn
ifi
ca
nt
di
ffe
re
nc
e
ac
ro
ss
pr
of
es
si
on
al
gr
ou
ps
.
•
O
ld
er
nu
rs
es
ar
e
m
or
e
lik
el
y
to
re
po
rt
th
at
th
ei
r
ro
le
liv
ed
up
to
ex
pe
ct
at
io
ns
op
po
se
d
to
yo
un
ge
r
on
es
(p
=
0.
00
1)
.
•
Th
er
e
w
as
no
di
ffe
re
nc
e
in
ha
pp
in
es
s
in
th
ei
r
cu
rr
en
t
ro
le
be
tw
ee
n
th
os
e
ag
ed
un
de
r
an
d
ov
er
50
ye
ar
s.
•
O
ld
er
nu
rs
es
w
er
e
m
or
e
lik
el
y
to
re
po
rt
be
in
g
ha
pp
y
w
or
ki
ng
in
nu
rs
in
g
th
an
th
os
e
<
50
ye
ar
s
(p
=
0.
00
6)
.
•
St
re
ss
an
d
jo
b
sa
tis
fa
ct
io
n
w
er
e
id
en
tif
ie
d
as
ke
y
fa
ct
or
s
co
nt
rib
ut
in
g
to
re
sp
on
de
nt
s
vi
ew
s
of
w
or
ki
ng
as
a
nu
rs
e.
•
Sc
ho
ol
nu
rs
es
w
er
e
si
gn
ifi
ca
nt
ly
le
ss
ha
pp
y
th
an
ot
he
r
gr
ou
ps
in
th
ei
r
cu
rr
en
t
ro
le
(p
=
0.
00
6)
.
•
So
ur
ce
s
of
un
ha
pp
in
es
s
w
er
e
id
en
tif
ie
d
as
ex
ce
ss
iv
e
w
or
kl
oa
d,
lo
w
m
or
al
e,
di
si
llu
si
on
m
en
t,
hi
gh
ad
m
in
is
tr
at
iv
e
w
or
kl
oa
d,
pe
rc
ei
ve
d
la
ck
of
su
pp
or
t
an
d
st
af
f
sh
or
ta
ge
s.
•
In
te
rm
s
of
jo
b
sa
tis
fa
ct
io
n,
‘re
la
tio
ns
hi
ps
w
ith
ot
he
r
pe
op
le
at
w
or
k’
(6
2%
),
‘th
e
ac
tu
al
jo
b
its
el
f’
(6
0%
),’
th
e
le
ve
lo
f
jo
b
se
cu
rit
y
in
yo
ur
pr
es
en
t
jo
b’
(5
5%
)w
er
e
hi
gh
es
t
sc
or
ed
.
•
Th
er
e
w
as
a
st
at
is
tic
al
ly
si
gn
ifi
ca
nt
di
ffe
re
nc
e
be
tw
ee
n
th
os
e
ag
ed
un
de
r
an
d
ov
er
50
ye
ar
s
on
ni
ne
ite
m
s
re
la
te
d
to
jo
b
sa
tis
fa
ct
io
n.
•
Th
er
e
w
as
a
st
at
is
tic
al
ly
si
gn
ifi
ca
nt
di
ffe
re
nc
e
be
tw
ee
n
th
os
e
ag
ed
un
de
r
an
d
ov
er
50
ye
ar
s
on
ni
ne
ite
m
s
re
la
te
d
to
fa
ct
or
s
en
co
ur
ag
in
g
th
em
to
st
ay
.
•
H
ig
he
st
sc
or
ed
sc
al
es
of
di
ss
at
is
fa
ct
io
n
re
la
te
d
to
sa
la
ry
re
la
tiv
e
to
ex
pe
rie
nc
e
(2
7%
),
ch
an
ge
m
an
ag
em
en
t’
(2
1%
),
an
d
or
ga
ni
sa
tio
na
lc
om
m
un
ic
at
io
ns
(1
8%
).
•
En
ha
nc
ed
pa
y
is
a
fa
ct
or
en
co
ur
ag
in
g
re
te
nt
io
n
(p
=
0.
04
4)
fo
r
th
os
e
w
ith
de
gr
ee
-
le
ve
lq
ua
lif
ic
at
io
ns
.
•
Si
gn
ifi
ca
nt
po
te
nt
ia
lc
au
se
s
of
nu
rs
es
le
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one paper each from Saudi Arabia, South Africa, and
Brazil.
The sample sizes of included studies varied from 31
[30] to 1044 participants [26]. Participants spanned the
scope of PHC and included community nurses, primary
health nurses, general practice nurses, school nurses,
and district nurses. In some studies the data from
various primary care nursing groups was reported in an
aggregated form [32], whilst in other papers there was
an attempt to tease out the differences between groups
[26, 29].
Eleven (55%) papers focussed on job satisfaction
only [27, 28, 30, 33–40], and three (15%) papers re-
ported only data on career intention or turnover
[31, 32, 41]. A further six (30%) papers combined
measures of job satisfaction and career intention
within the same study [2, 19, 26, 29, 42, 43].
The key features and predominant findings of papers
are summarised in Table 2. Five overarching themes
emerged, namely; levels of job satisfaction, factors that
enhanced job satisfaction, factors that reduced levels of
job satisfaction, career intentions, and, factors that im-
pacted on career intentions.
Levels of job satisfaction
The variation in measurement of job satisfaction
across studies and the differences in respondent char-
acteristics makes comparison difficult. Most tools
measured job satisfaction quantitatively using a Likert
scale (agree to disagree) [2, 19, 26, 37–39], whilst one
study used qualitative data collected from focus
groups and interviews [28]. Studies measured different
aspects of job satisfaction including; overall satisfac-
tion (enjoyment, pride), specific aspects of the job
(pay, rewards, resources, task requirements, work
conditions, training, quality of care, time) and super-
vision (authority, autonomy, feedback, appreciation,
organisational policies, interaction).
In some studies just over half of the respondents
were reported to be satisfied with their job [19, 39],
whilst in other studies a greater majority indicated
that they were satisfied [28]. A small number of stud-
ies reported moderate [2, 38] to low levels of satisfac-
tion [37, 42]. Those studies which reported lower
levels of satisfaction used more items to measure sat-
isfaction (42 items and 80 items respectively) [37, 42],
compared to studies reporting high levels of satisfac-
tion which used only 4 items [19, 39].
Factors influencing job satisfaction
The ten studies which explored the relationship between
job satisfaction and demographics / professional variables
demonstrated significant variation [2, 19, 29, 34, 36–40, 43].
Whilst two studies found that age had no significant impact
on job satisfaction [2, 43], three others demonstrated that
older nurses were more satisfied than their younger col-
leagues [29, 37, 38]. Similarly, there were variable findings
related to the impact of education, with three papers find-
ing no relationship with job satisfaction or inconclusive
findings [2, 36, 37], and two papers demonstrating that
nurses with higher educational qualifications had reported
higher work satisfaction [34, 40]. In contrast, Delobelle et
al. [2] found that Nursing Assistants and Enrolled Nurses
were more satisfied than Registered Nurses.
Curtis and Glacken [37] reported that those employed
for over 10 years had a significantly higher level of job
satisfaction than other nurses. However, other studies re-
ported an inverse relationship between years worked in
PHC and satisfaction [40] and no significant differences
between satisfaction and years of nursing [2].
Other factors that positively contributed to satisfaction in-
cluded control over clinical practice and decision-making
[19, 34, 39, 40], community satisfaction [43], organisational
support [19], remuneration [38], and workload [39].
There was significant agreement between studies in
terms of the factors that contributed positively to job
satisfaction. These included the professional role, respect
and recognition from clients and managers, workplace
relationships, autonomy, access to resources and the
flexibility of the role [2, 27–31, 33, 34, 37, 43].
Factors negatively impacting job satisfaction
There was a high level of agreement amongst included
studies about factors that negatively impacted respondents’
levels of satisfaction. Seven studies identified concerns
about adequate remuneration [2, 28, 29, 34, 35, 37, 43].
When comparing hospital and community nurses, Camp-
bell, et al. [34] identified that hospital nurses were signifi-
cantly more likely than community nurses to be satisfied
with their pay.
Another key factor identified in several studies related
to the time pressures and high administrative workloads
that impact on patient care [2, 26, 30, 33, 37]. Other fac-
tors identified to negatively impact job satisfaction in-
cluded; a lack of recognition [2, 28, 33, 34], poor role
clarity [30, 34, 37] and poor organisational communica-
tion [29, 34].
Career intentions
The included studies present an important picture
around career intentions. However, caution needs to be
applied in the interpretation of these data, as most stud-
ies comprise of an ageing workforce who will naturally
retire in the near future. Six studies sought to explore
the factors impacting on retention [2, 32, 34, 41–43]
The highest reported career intentions was reported by
Delobelle, et al. [2] with half of all nurse participants (n
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= 69; 51.1%) considering leaving PHC in the next 2
years. Both Betkus and MacLeod [43] and Almalki, et al.
[42] also reported that nearly half (48 and 40%) intended
to leave their current PHC job in the next year. Royer
[32] similarly identified that some 46% of participants
aged 35–45 years were considering leaving, and almost
40% of those aged 56–65 were thinking about leaving.
The remaining two studies reported that few participants
intended to leave their current position [34, 41].
The findings of the three studies which explored job
satisfaction and quality of worklife [2, 42, 43], lacked
consistency. Almalki, et al. [42] demonstrated that qual-
ity of worklife was significantly related to turnover intent
(p < 0.001), however, this only explained 26% of the vari-
ance and was not included in the final model. Whilst
Betkus and MacLeod [43] reported no correlation be-
tween job satisfaction and retention, Delobelle, et al. [2]
found that turnover intent was significantly explained by
job satisfaction, age and education (p < 0.001). Other fac-
tors that were identified as having an impact on career
intentions included gender [42], work environment [42],
remuneration [42], education [2, 41, 42], satisfaction
with supervision [2], feelings of isolation [41], length of
time in position / years of experience [32, 42].
Discussion
This review provides the first synthesis of the literature
around job satisfaction and career intentions of regis-
tered nurses working in PHC. Given the differences in
organisational context, employment conditions and
practice environment that likely impact job satisfaction
and career intention [17–19] it is important that this
group are explored beyond the context of the broader
nursing workforce. Considering the imperatives to grow
the workforce in PHC settings, to meet community de-
mand, understanding this literature is important to in-
form both practice and policy. Dissatisfaction with
nursing employment is reported in the broader nursing
workforce literature. In their survey of 33,659 medical–
surgical nurses across 12 European countries, Aiken, et
al. [44] concluded that more than one in five nurses
were dissatisfied with their employment. The variation
in job satisfaction identified in this review highlights the
need for further large well-designed longitudinal investi-
gations of the PHC nurse workforce to monitor work-
force issues, such as satisfaction and career intentions,
over time. Given the links between nurse satisfaction
and both retention and patient outcomes [44], this issue
should be prioritised.
Our review demonstrated agreement between studies
in terms of the positive impact of a professional role, re-
spect, recognition, workplace relationships and auton-
omy upon job satisfaction. This is consistent with the
acute care nursing literature where modifiable factors
within the workplace have been demonstrated to influ-
ence both job and career satisfaction [45]. In their study,
Nantsupawat, et al. [46] demonstrated that job dissatis-
faction and intention to leave were significantly lower in
nurses who worked in a better work environment. Simi-
larly, in their systematic review, Cicolini, et al. [14]
found a significant link between nurses empowerment
and satisfaction. The significant role of such modifiable
factors highlights an opportunity for managers, em-
ployers and policy makers to implement strategies which
can improve the workplace and, subsequently, enhance
satisfaction.
A key finding of this review was the negative impact of
poor remuneration on job satisfaction. Whilst concerns
about pay have been previously identified in the acute
sector [44, 47], the challenge of lower rates of pay in
PHC compared to the acute sector has long been re-
ported [17, 48]. This review adds to the evidence-base
around the impact of this disparity on the PHC nursing
workforce and highlights the significant implications of
not addressing this issue.
Our review also revealed that in many studies large
numbers of nurses were intending to leave PHC employ-
ment in the near future [2, 42, 43]. This clearly has sig-
nificant implications for the workforce and service
delivery. However, measures of the factors affecting car-
eer intentions were variable across included studies as
were findings. The difficulties in synthesising such dis-
parate data have been previously identified in the acute
care literature [13]. Despite this, there were clear simi-
larities between our review and the broader literature
around nurse turnover and intention to leave. In their
systematic review of nurses intention to leave their em-
ployment, Chan, et al. [13] identified that intention to
leave was impacted by a complex combination of organ-
isational and individual factors. Organisational factors
included the work environment, culture, commitment,
work demands and social support. In contrast, individual
factors related to job satisfaction, burnout and demo-
graphic factors. The complex interplay of multiple fac-
tors that underlie retention is probably the reason that
retention is the highest when interventions such as men-
toring and in-depth orientations are used to support
staff [49].
In their study of acute care nurses Galletta, et al. [50]
conclude that the quality of relationships among staff is an
important factor in nurses’ decisions to leave. Interprofes-
sional relationships in PHC have long been identified as
presenting unique challenges [48, 51]. The complex envir-
onment of PHC, whereby services are funded by small
businesses or non-government agencies [52], combines
with the relatively rapid shift towards interdisciplinary
care to create challenges for staff in developing positive
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relationships [53]. The importance of positive relation-
ships, respect of roles and recognition of value between
co-workers demonstrated in our review highlights the
value of further work to enhance interprofessional
collaboration.
Limitations
Whilst this review synthesised the available literature,
the variation in measurement instruments and sample
sizes made comparison difficult. Since not all papers re-
ported the reliability or validity of the instruments they
used it is possible that these instruments had issues in
their validity. The data presented, however, represents
the best available evidence to address the research
question.
A further limitation is the variation between PHC set-
tings and international PHC systems that makes com-
parison difficult. Whilst this review has included all
papers written about PHC nurses internationally, local
variations mean that care needs to be taken when gener-
alising findings to other contexts, even within PHC.
Conclusion
This review has identified some key factors that impact
on both job satisfaction and career intentions amongst
PHC nurses. The importance of the work environment
and workplace relationships highlights the need to im-
plement strategies that enhance modifiable workplace
factors. The numbers of nurses across studies indicating
an intention to leave is a significant concern at a time
when we need to build the PHC workforce internation-
ally. Findings from this review highlight the need for ac-
tion by managers, educators, employers and policy
makers to enhance support for nurses in PHC.
Implications for practice and research
There is urgent need to build capacity within the PHC
nursing workforce internationally to meet service de-
mands. This review has highlighted a number of issues
around job satisfaction and career intention that impact
on the retention of nurses in PHC. Exploring strategies
to address the modifiable antecedents to nurse job dis-
satisfaction has the potential to improve retention.
Maintaining happy and skilled nurses in the workforce
has the potential to build workforce capacity and en-
hance patient outcomes.
This review has demonstrated that gaps remain in our
knowledge around job satisfaction and career intention
among PHC registered nurses. Further well-designed
longitudinal research is required to explore the trajec-
tory of careers in PHC. Additionally, mixed methods ap-
proaches are likely required to explore not only
quantitative job satisfaction, but also to reveal how the
aspects of satisfaction impact on PHC nurses.
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